L ayoff is the elimination of jobs, usually when a company is anticipating or experiencing financial difficulties. More neutral terms for this dismissal process include downsize, rightsize, or reduction in force (RIF) . Employee performance may not be a factor.
Occupational health nurses are primary stakeholders when corporations are developing policies and procedures for consistent handling of terminations and RIPs. Downsizing can lead to inadequate personnel coverage.Therefore , it is prudent to incorporate significant occupational health and safety issues into a downsizing strategy. Planning and clear communication are key to maintaining the trust of retained employees. Business etiquette, common sense, and empathy drive an effective message. "Proactive communication uses a variety of media to address employee concerns early and ensures understanding on all educational levels" (Corporate Executive Board, 2008, p. 4) .
Effectivecommunication is the best way to address worker stress. The National Institute for Occupational Safety and Health (NIOSH) defines job stress as, "the harmful physical and emotional responses that occur when the requirements of the job do not match the capabilities, resources, or needs of the worker" (NIOSH, 1999, p. 6 ). Today's employees must accommodate rapid changes and expanding scope with minimal training, which contributes to the no-win situation of job insecurity and its effect on performance.
Employers consider the potential for workplace violence when making Worker anger is a component of the grief process. The decision-making process should include review of security, emergency response, and workplace violence prevention policies and procedures. In addition to a threat assessment of the event itself, it is important to identify individuals at risk, using the early warning signs (e.g., serious performance decline, unresolved or ongoing disputes, a personal crisis period, or behavioral changes).
The next step is the development of a strategic plan that ensures a secure and safe work environment and preserves worker dignity. Frequent meetings, corporate intranet e-pages, training, and counseling via the Employee Assistance Program are essential to maintaining employee confidence. Decreased morale can result in increased costs related to theft of or damage to supplies, equipment, or stock.
Workplace safety is a critical part of separation decisions. The approach should include the identification of key personnel, a review of occupational health and safety policies or procedures, and a risk assessment of the event itself or individuals at risk. Because all phases of the downsizing event bring safety challenges, the entire hazardous process map must be reviewed and the need for more supervision and training determined.
Downsizing rumors cause anxiety that can be the root cause of an increase in workplace injuries or illnesses. "Employees who report high perceptions of job insecurity exhibit decreased safety motivation and compliance, which in tum are related to higher levels of workplace injuries and accidents" (Probst & Brubaker, 2001, p. 139) . Effective proactive communication is key to prevention.
Workers' compen sation costs can increase as workplace injuries become more severe. "Fear of layoff may prevent employee self-reporting of minor injuries. This minor injury may escalate into a major injury that requires surgery and/or long-term disability" (Ferguson, 2009, CJI 4) . Worker fatigue can lead to faulty decision making. Prompt case management and precise recordkeeping are cost-effective, practical solutions.
Those who have lived through traumatic events experience survivor guilt. With the increased number of large-scale RIPs, the anxiety and guilt is evident in those who remain. These employees experience what is termed "(layoff) survivor syndrome" (Brockner, 1988, p. 214) , which is characterized by decreased morale and trust as well as guilt. Related behaviors include increased absences and decreased productivity. Stress increases when workload is not reduced, but the number of workers is. In response to this problem, occupational health nurses can provide group awareness communication and individual counseling resources.
RIP decisions are complex, requiring input from many areas of a company. The occupational health nurse is in a unique position to offer guidance regarding both health and safety.
